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Corporate relocations are an important part of today’s globalized economy. Willingness to follow a 
company relocating from employee’s perspective is one of the most documented approach on the topic. 
While concentrating on employees, past studies have largely ignored the HR department actor and more 
specifically its challenge at leading the change in any type of relocation context. Focusing on Volvo 
Construction Equipment’s (VCE) partial corporate relocation from Brussels (Belgium) to Gothenburg 
(Sweden), this study examines an international corporate relocation where some actors were involved 
and others left out from the move. The HR department was found to be the only resource able to align 
both Employees and Business in this context: acting as a strategic function rather than a support one. 
This study contributes to the Literature by stressing the role of the HR department and its challenges in 
an international and partial corporate relocation process. 
 
Introduction 
In reading this case study, readers should keep in mind that the aim of this report is to understand the 
added value that the HR department creates in an international and partial corporate relocation context. As well 
as to realize how essential the department is for a strategic transition. The analysis here will focus on the role of 
the HR department in that context and the support provided to both Employees side (relocating and remaining 
onsite) and the Business to align them towards the same goal. Indeed, both employees and business need to work 
along for an effective functioning and survival of the organization and its members. 
The relevance of the topic lies in its singular approach of corporate relocation. It is a subject that is part 
of a tremendous amount of papers where relocation is studied at a national level from the point of view of 
Employees. Other parties, such as HR, involved in the process of corporate relocation were rarely part of the 
Literature and the International dimension of relocation not often discussed. Indeed, recommendations about 
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processes and guidelines that the HR department could follow to facilitate employee’s reaction towards change 
was the only allusion that involved them on the subject.  Since the corporate relocation of Volvo Construction 
Equipment HQ based in Belgium and moving to Sweden is still currently being processed, and that the HR 
department is playing a key role in the move; it was appropriate to address the relocation strategy from an 
international HR point of view.   
This case study contributes to expand the knowledge and understanding of the readers about the role of 
the HR department in a corporate relocation context with an exhaustive development on the challenges at stakes 
to align the employees and the business in an international and transitional context.  
The structure of the paper will be as follow: firstly, it will start with a Literature review 
highlighting the main characteristics of corporate relocation as well as the role of all the workforce’s actors in a 
company. Afterwards, the methodology used in this study will be explained along with the findings on the topic. 
Then, the main outcomes will be discussed where a conclusion will be drawn on the use of this case study for the 
Literature, its limits and recommendations on the topic for future research. 
Literature Review 
 
1. Corporate relocation 
 
The phenomenon of corporate relocation: the change of physical location of a business, also called 
corporate move, is increasing in today’s economy. The move of a Business, business being defined as: “a unity 
(workshop, factory, shop, office, depot, mine) seated in a topographic distinct place and in which one or several 
people work for the account of the same entity” (INSEE, 2016) can be operated locally, regionally and 
internationally. Indeed, depending on the distance of the move, corporates abide to distinct set of laws which can 
impact their status, identity and taxation schemes (Deloitte, 2015). On top of it, two types of corporate relocations 
can be identified: partial and complete relocations. The first one implies that a part of the activity is remaining on 
the departure site and or in the already existing site where the rest of the activity is moving to. As for the second 
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one, it infers the total disappearing of the activity on the departure site and an absence of activity on the arrival 
one; complete relocations are by far the most relevant for companies (Soulez, Sergot, 2010).  
Focusing more on HQ moves, the specificity of it lies in the fact that it often represents the ultimate 
business decision, as the historical roots of the site are challenged to optimize the firm’s global operations 
(Laamanen, Simula and Torstila, 2012).   HQ moves are even described as the third internationalization, after the 
transfer of specific departments within the company as first internationalization and the development of 
subsidiaries at the international level as the second one (Forsgren, Holm, Johanson, 1995).  
Whether it deals with HQ or office relocation, it is undeniable that they are linked to globalization which 
has created a competitive environment for organizations facing growing pressure. Companies must access to 
international standards, respond to shareholders and customers’ demands, optimize their return on investment 
and their taxation rates (Deloitte, 2016). Indeed, a growing number of firms conclude that relocation stands as 
the solution to achieve cost savings and drive efficiencies (Challiol and Mignonac, 2005). Strategic consolidation 
of entities and greater synergy of functional areas are also motives to be considered (Cotton and Majchrzac, 1986; 
Alli, Ramirez and Young, 1990; Fox, Ward and Ward, 1987). However, Heeman (1992) did not agree with the 
previous authors and stated that mostly companies were moving from cities to rural areas to find better-quality 
lives for their employees. This argument does not support the economic motives for corporate relocation 
enounced earlier. Hence, corporate relocations vary from one situation to another (time, culture, home/host 
country, means of the company). Although, the goal of every corporate relocation remains the same: increasing 
performance while decreasing costs in moving geographically (Forsgren, Holm, Johanson, 1995). Nonetheless, 
whether the move is social, economic, national or international, it implies considerable change for employees 
and corporations; where employees are the most impacted (Stroh, 1999).  
2. Employees and corporate relocation 
 
A majority of the literature about the topic of corporate relocation embodies the reaction of employees 
towards organizational change and deals with the consequences for the staff when facing a relocation context 
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(Brett et al., 1993; Mason, 1996). Indeed, relocation affects employee’s several central life domains (Fox and 
Krausz, 1987).  
Employees resistance at moving has increased over the years (Brett, Stroh, & Reilly, 1993). A study 
conducted by the American Relocation Council in 1993 underlined this fact with a moderately high rate of 65% 
of surveyed companies where employees answered negatively to corporate relocation.  A certain number of 
variables affect the willingness of employees to follow their company (Feldman& Bolino, 1998). Namely, 
personal variables such as age, gender, marital status, children, spouse job, education, relatives and community. 
Career related variables can also affect employee’s decision: job function, job involvement, compensation, 
seniority, career goals and career stage (Stroh, 1999). On top of personal and career motives that push employees 
to refuse corporate relocations, uncertainty and stress factors also contribute to relocation resistance (Xi and 
Hwang, 2011). Depression is one of the outcome that results from corporate move and observable both prior and 
after relocation. The mobility syndrome evoked by (Lou & Cooper, 1995) clearly depicts a situation of distress 
that the employees relocating are facing, which ultimately affect both private and professional lives.    
Although, for the remaining 35% of employees that answered positively to corporate relocation 
according to the American Relocation Council (1993), the prevalence to follow a company while it relocates 
stays strong. This phenomenon of employees willing to relocate occurs especially in multinational organizations 
where relocating is perceived as an opportunity to climb the hierarchy ladder (Black et al., 1999). Hence, being 
part of a corporate relocation can be considered for some employees as a way to expand their careers (Forster, 
1990; Hanks & Sussman, 1993).  
Nonetheless, whether employees decide to follow the company or leave it, they must turn to the business as well 





3. Business and corporate relocation 
 
Organizations benefit from corporate relocation; as enounced earlier, whether it occurs for economic or social 
reasons, companies eventually have the best people in the right position at the right time and the right place 
(Black, Gregersen, Mendenhall, & Stroh, 1999).  
Although it fosters dramatic changes and seems like a radical way to transform a corporate culture, there is a 
strategic view behind relocation: firms can reach new customers and remain competitive on the market (Mason, 
1996). Hence, profitability is the main driver of relocation which is closely linked to the location of the new office 
or HQ. Indeed, locations are known to impact future business’ profits (Brett et al., 1993; Mason, 1996).   
Being productive, meeting budget and reducing costs are goals that corporations seek through relocation.  
While it means uprooting their employees and creating discord, profitability remains the key objective for 
corporations (Stroh, 1999). Thus, the business must address to the HR department the task of enforcing relocation 
and supporting employees in that context. 
4. Human Resources and corporate relocation 
 
Only few to almost inexistent literature has been published on corporate relocation from the Human Resources’ 
perspective, neither in the academic nor managerial literature (Soulez and Sergot, 2010). 
Although, the HR function is directly involved in all practices related to corporate move, in supporting both 
the employees and the business. Indeed, the HR professionals are designated to understand the needs of both 
parties while maintaining growth.  
In a business as usual context, the activities, projects and tasks inherent to the HR department are 
tremendously different than in a corporate relocation situation, as for example the yield required from the 
department. Indeed, corporate relocations are set in time with a precise moving date that cannot be postponed. 
Also, the room for flexibility in that context is restrained based on time and budget. Instead of any HR related 
project that can be implemented on the long term and revised through the process, a corporate relocation process 
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expects deadline to meet and requires the involvement of all resources at full speed and proficiency (Deloitte, 
2016).  A process of relocation cannot suffer from delay, especially in the case of a complete transfer (Soulez and 
Sergot, 2010). Following on the reference to budgets, they are considerably dissimilar in both contexts and 
consequently as the set of HR department’s actions (Deloitte, 2016). Undeniably, HR departments in relocation 
contexts are investing much more on the short term: to commit to steps that must be done immediately and to 
make sure that they are completed within the shortest amount of time. But they also invest less, since relocations 
are often the result of economic constraints and therefore are given with tight budgets (Grant Thornton, a guide 
for relocation, 2015). Whereas, HR professionals that do not face relocation, tend to plan on the longer term with 
the implementation of well-being projects that are feasible thanks to wide budgets (Deloitte 2016). 
When comparing an HR department tasked to organize a corporate relocation and another HR department 
within a business as usual situation, both have opposite employee’s development perspectives. The first one is 
entitled to retain talents and trigger their engagement due to the transition period. Whether it is pre-or-post 
relocation, employees in this context are more likely to turn around and accept a job at another company 
(Hendershott, 1995). Hence, the process of relocation has to be handled with sensitivity and a focus must be done 
on talent retention. Whereas the second one aim at developing its pool by hiring new talents. Indeed, ideally 
HRM is part of a system that attracts, develops, motivates, and retains employees who ensure the effective 
functioning and survival of the organization and its members (Jackson, Schuler, 1995). However, HRM 
departments actions can only be understood considering internal and external factors, where “organizational life 
cycle” is a main component of it (Begin 1991, Dobbins et al 1991, James et al 1992, Latham 1988). Thus, in a 
corporate relocation context, the HR department adapts to its environment and promote employee’s retention 
over recruitment.   
As far as HR’s consideration for employees in a context of corporate relocation, authors such as Katz & 
Khan, (1978) and recent articles of Deloitte (2016) about the role of HR in workforce transitions opposed. The 
first one implies that independent components make the system and that there should be a shift from individual 
focus to group focus to give everyone the same chances when relocating. Whereas K. Knowles (2016) privileges 
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personalized speeches and individualized meeting when organizing corporate relocation to put more emphasis 
on the personal benefit of relocating. Both author’s practices are different but the aim remains the same: trying to 
align employees with the business and convincing them to relocate.  
 As far as HR supporting the business at relocating, it entailed them to be exposed to tremendous amounts of 
lawsuits initiated by employees as a result of a failure to develop career opportunity or to maintain job security 
promised by the employer (Raisner, 1991). Litigations also arise based on the selection of the employees 
relocating or post relocation when employees believe that their expectations do not meet their new employment 
situation and that too much personal sacrifices are at stake (Brett et al., 1993; Raisner, 1991). According to 
Raisner (1991), employees are relying in a detrimental manner on employers and this relationship creates discord 
when employers enforce contexts such as relocation where employees are powerless. Hence, no information 
should be withheld or hidden in corporate relocation contexts and HR people should give a high priority to 
provide employees with transparent information to avoid legal issues (Raisner, 1991). For the HR department to 
understand and solve these issues would lead to a mutual acceptance of relocation from employees and employer.  
Undeniably, relocation processes are sensitive for both corporations and employees but based on the 
literature developed above, it appears that HR managers must focus at supporting employees to guarantee that 
both corporation’s needs and employee’s needs and expectations are satisfied (Stroh, 1999). Employees are rather 
volatile than businesses and aiming at pursuing their careers on the long term. Hence, the HR department should 
foresee and understand their goals to meet their objectives while aligning them to those of the business.  The HR 




1. The dual role of the HR department in corporate relocation context  
 
This study is one of the few in the managerial literature that follows a qualitative research design 
methodology to address the role and challenges for the HR department in a context of international and 
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partial corporate relocation. Especially, where an emphasis in this transition period is done on the 
relationship between employees and the business which requires the intervention of HR professionals. 
Compared to the study of Stroh (1999) on employees and employer’s perspectives about relocating, and 
the one of Sergeot et Goulez (2012) on employees’ willingness to follow companies in a context of 
complete and national relocation; this study seek complementarity, development and fresh perspectives 
for the literature in focusing on the case of Volvo CE and its embedded units (studying overlapping and 
different facets of a phenomenon; Greene (1989)).  
2. Volvo Construction Equipment corporate relocation 
 
To build the case study, the company Volvo Construction Equipment (VCE) has been considered due 
to its unique organizational context. Indeed, in January 12th, 2017 VCE’s Headquarter based in Brussels, 
Belgium announced its move to the Kuggen office in Gothenburg, Sweden. The relocation was due to 
start in March 2017 and estimated to end in July 2019. The following motives were claimed by Martin 
Weissburg, CEO of VCE and member of the Executive Board of the Volvo Group as for the 
circumstances of the move: “(…) this relocation will facilitate closer cooperation with the Volvo business 
areas and will facilitate closer cooperation and sharing of best practices.”  Communication about the move 
was done simultaneously for the employees and the public. The Volvo Group website, construction 
equipment newspapers and competitors all conveyed the same message: the move happened with the aim 
of the Volvo Group gathering its different units in the same location: Gothenburg, “to change the business 
dynamics”. Indeed, for historical reasons VCE’s HQ has been rooted in Brussels whereas all the rest of 
the entities’ HQ (Penta, IT, Trucks, Buses…) have been based in Gothenburg under the control of AB 
Volvo. The consequences relative to the relocation rely mainly on the specificity of the move. In a sense 
that not all the employees transferred to the new Volvo CE HQ in Gothenburg but only those with a “global 
function”, approximately 40 people. The rest of the employees remained in Brussels, no longer working 
for a Headquarter but for the Volvo CE’s Brussels office: “that remain an important administrative and 
management office for Volvo CE” according to M. Weissburg (2017). Another specificity of the move is 
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that some functions were relocated but most of the teams remained the same. As a result, team started to 
be dislocated geographically which had had an impact on communication. Thus, as a consequence of the 
move: legal status, headcount, occupancy and organization were amended. This decision created a lot of 
dissatisfaction amongst employees: some refusing to leave, others unhappy to lose the headquarter status 
function, among other personal issues. The move announcement was critical for all the stakeholders and 




The population targeted by the study was indeed employees, managers (VP and SVP part of the 
business decisions) and HR professionals working at Volvo CE. With this target in mind, it was necessary 
to seek out for different group focus. Thus, four focus groups were found: employees remaining in the 
Brussels office, employees relocating to the Gothenburg HQ, managers involved in decisions making and 
HR people.           
It should be raised to the attention of the reader that data collection was somewhat difficult to gather 
for some focus groups, namely: employees relocating and managers involved in decision making. Indeed, 
when we started conducting the study, the beginning of the relocation process had already started in the 
last five months. Although, as the move occurred by waves, a certain number of both employees relocating 
and managers involved in decision making were still at the Brussels office. Technology (Skype) also 
helped in palliating to this limitation. Another limitation was the sensitivity at disclosing information to a 
member of the HR department (the author) and therefore holding information.  
Given the purpose of this phase of the research and having already highlighted the issues relative to it, 
both the random and snowball sampling technique were used to identify participants. First, VCE members 
that the author thought would be suitable to answer questions addressed to specific focus group were 
contacted, whom then mentioned other fitting interviewees or recommended them to participate in this 
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study. The only feature required was the fit with one of the four focus group. A number of participants to 
the study prevalent to the interview phase was not set. It was considered that when the quality of the data 
gathered would be sufficient, enough material would be held to contribute to the study.  
In total 12 people were interviewed. The table 1 in annex presents the data of each interviewee. The 
first column allows to identify interviewees by numbers which will be used later in the finding and 
discussion part; to maintain confidentiality, no names figure in the study. The second column gives 
information on which of the four focus group interviewees belong to (HR professionals, employees 
relocating, employees remaining and managers). Finally, the last column gives information about the type 
of contract that bind employees and the business. This variable affects the relationship between employees 
and the business in the decision to relocate and requires HR to interfere from a legal point of view.  
4. Interviewing and data analysis procedures 
 
The interviews for the 12 respondents lasted between 45 minutes to 1 hour for each participant. 
Discussions were conducted onsite at the Volvo CE’s Brussels office either in meeting room or in the 
office of the respondent. Others were led on Skype if the respondent had already relocated to the 
Gothenburg office. Only respondents and the author were part of the discussion.   
All the interviews were tape-recorded to make sure that the entire data was gathered and later-on 
transcribed on paper thoroughly. Since interviews took place at the workplace, some discussions started 
in a formal way but along the interviews it became more relaxed and informal. The location of the 
interviews might have somewhat influenced the answer of some interviewees and their loquacity, although 
it is not possible to measure it.  
The interview questions (appendices: Doc1) were built and addressed differently to each group in 
order to identify explanatory factors on the role of the HR department in a corporate relocation context. 
For each perspective on the strategic role of HR professionals in that situation, the subsequent themes were 
outlined:   
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(1) situation prevalent to the move: relationship with the HR department from the 3 other focus group’s 
perception (desk of HR interacting with, type of interactions, frequency of interactions, comparison of 
interaction with other colleagues, type of support, assessment of support);          (2) the move announcement: 
these questions were addressed to all groups but in a different way, for both employee groups and HR 
people it dealt with (personal situation, reaction, feelings, communication assessment, contact with HR 
professionals/managers, team reaction) whereas for managers (organization, role, communication 
preparation, size of unit concerned, contact with other stakeholders, priorities, answer to other group 
focus);   
(3) local or relocating impact: practices applied for both scenarios (visible organizational change, HR: 
involvement, interactions, support, availability, room for initiative);   
(4)HR input (business requirements translation and employee’s understanding);   
(5) ideal process of relocation (priorities classification, process assessment, input on relocation decision, 
input on better practices, input on expectations). 
To collect and analyze the data, the critical incident method was chosen which consists in collecting 
specific and significant behavioral facts surrounding an incident (Flanagan, 1954). The aim was to obtain 
consequent information from interviewees on the added value brought by HR professionals in the Volvo 
CE’s context of relocation. It was feasible through an in-depth analyze of interviewees’ comments which 
support the study in indicating the type of challenges faced by HR and their role in that context. Although, 
the examination can only be completed in studying as well as documents relative to the move to cross 
information. 
5. Documents gathering and data analysis procedure  
 
To contribute to the information collected through interviews in understanding Volvo Construction 
Equipment’s move and the role of the HR in that matter, documents were also gathered: both external and 




External documents, which were gathered online, deal with newspaper’s articles about the move of VCE: 
released by the group to explain the change and the future stakes of the firm and other media’s newspaper 
that depict the impact for the construction market. Financial statements of Volvo Group and VCE from 
the years 2015 to 2017 are also part of external documents. They contribute to an understanding of the 
reasons for the move and the objectives of the business in the next years. A total of three sets of documents 
that can be found in the annex constitute the external documents.  
Internal documents on the other hand were for some at the disposal of every employees and others 
accessible for HR department members only. These documents are mainly: memos, emails, list of 
employees relocating, real estate change, and policy change; they can be found in the annex. Internal 
documents are focusing on the actions lead by the HR department for the transition and the communication 
of change. Six types of documents can be referred as internal. Thus, a total of nine documents that can be 
exploited to better understand VCE unique case study.  
The document exploitation encompasses two limits that should be mentioned.  The first one is the 
limitation of access to only memos and emails that concerns the move in Brussels as the author is onsite 
and not aware of all the changes and communication released in the Gothenburg office (Kuggen). And the 
second limitation is the possibility to publish only some documents that are not divulging any confidential 
materials but others that could have been relevant to the case study were not allowed to be published. Note, 
that all names were erased from the documents in annex to guarantee the confidentiality of the employees. 
The two types of documents helped in the comprehension of the following items:  
(1) VCE’s context explain the change: the entity has a high turnover and one of the most important within 
the Group (compared to Trucks, Buses, Penta…), which explains the motive of regrouping all the entities 
in a same location and increase the development of the local Swedish market. Newspaper’s articles and 




(2) VCE’s international’s relocation dimension affect the transfer: as explain in the context of the move 
earlier, the HQ is moving from Brussels to Gothenburg which requires from the company to adopt 
international practices and to consider the special case of expatriates that relocate. Employee’s lists of 
relocators and change in policy illustrate how the international dimension is an added challenge for the HR 
department to conduct Volvo’s corporate relocation.  
(3) VCE’s HR department strategic and operational practices: as the relocation concerns those who leave 
and those who stay, optimal and strategic actions had to be taken by the HR department to guarantee a 
smooth process. The challenges mainly rely on addressing the four focus groups mentioned earlier and 
getting their approval in conveying change. Time tables for the move, emails sent to those who stay about 
future layout of the office, checklist for leavers, memos on future job opening and memos to enroll 
employees for group project related to office change are the type of documents that constitute this third 
theme on Volvo’s corporate relocation.  
6. Findings 
 
Types of reactions generated by the announcement of corporate relocation 
One of the first challenge for Volvo CE HR department lied in understanding the types of reactions resulting 
from the corporate relocation announcement. Indeed, reactions are indicators of the future actions to be enforced and 
the role to play in the transition. We believed that it was necessary to consider the following characteristics: (1) the 
personal situation of the interviewee regarding the move; (2) the personal believes regarding the move; (3) the types 
of interaction with the other focus groups. Based on the 12 interviews and documents gathered, the following 
scenarios were built (table 3 in annex):  
[Scenario 1] deals with interviewees that have not been asked to relocate and believe that the context of relocation 
whatever the motives are, should not have been happening in the first place for the sake of the business and its 
employees; especially when figures are positive and the growth ensured (document 2, 3 & 4). Volvo CE’s 
entity is the second biggest contributor to the economy of the Group and its unique HQ location and special position 
inside the group participates to its turnover. “They organized a town hall meeting to congratulate us on the financial 
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results and one month later we were told about the move: where is the logic?” said interviewee 4. Thus, according 
to the company’s positive figures and the market, a corporate relocation does not make sense which eventually leads 
to conflicts between employees and the management.  
[Scenario 2] represents interviewees that have not been considered by the business for relocation but support the 
motives behind relocation. Indeed, they believe that Volvo CE’s relocation aim at creating a new dynamic within 
the business and can be assimilated as an expansion of the entity which can only be positive. Thus, the positive 
growth of the business (9% in the 4th quarter of 2016) could be “doubled” or “tripled” as a result of relocation 
(document 3). “Even though I don’t relocate, I want to work for a company moving forward and able to defy 
competition” said interviewee 11. Hence, for some, relocation is strategic and should be enforced; this opinion which 
oppose scenario 1 had created internal conflicts amongst Volvo CE’s employees which consisted in another 
challenge for the HR department to resolve to guarantee a smooth transition.   
[Scenario 3] outline the typical case of relocation depicted in the literature: interviewees that have been asked to 
relocate and whom were not willing to follow the company initially. Although, when presented with termination as 
the only alternative, they accepted the offer; “I did not want to move, it represented too much change for my personal 
life, although losing my function, responsibilities, working for another firm and being terminated, I could not 
conceive it: I accepted the proposal” said interviewee 8. Thus, when this scenario occurred, the Volvo CE’s HR 
department was entailed to intervene from the announcement moment to handle negotiation and resolve conflicts 
between employees and the management.  
[Scenario 4] embodies interviewees that have been asked to relocate and support both the idea of relocating and the 
motives behind Volvo CE’s move. For those interviewees, relocating simply appeal to them or represents a 
challenge that would ultimately grow their career; “I needed a change and so as the business I believed, I accepted 
right away” said interviewee 2. This type of employees’ reaction did not consist in a challenge for the HR department 
but rather contributes in facilitating the process. This type of employee represented key people that potentially 
influenced the change for indecisive ones.    
[Scenario 5] refers to interviewees that took part in the decision making about the move and supported the relocation, 
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although did not accept to be assailed by employees that oppose to the move. This scenario characterized managers 
that look up for the HR department to play the middleman role and convince employees with the benefits of 
relocating while avoiding conflicts to be directed towards the manager’s team; “some employees came to me and 
blamed me for the change, I conveyed the general message but other than that, I told them to report their queries or 
comments to the HR department, I was not able to answer” said interviewee 10. 
This opening study shows the considerable diversity in modalities of inner company interactions relative to 
corporate relocation which are tremendous challenges for the HR department and require intervention. As for now, 
the literature has only focused on scenarios 3 and 4. 
Analysis of the international dimension impact on the corporate move  
The international dimension of VCE corporate move represented a tremendous challenge for the HR 
department as it involved expatriates that abide to different laws in terms of relocation. Although, the company is a 
global one, where the HR department is used to deal with international mobility, the specificity of move based on 
each expatriate’s nationality contributed to the complexification of the process. 
(1) Contact with experts in mobility: local & international 
 
VCE had already built several partnerships with mobility services internal and external to the group which assisted 
in answering queries of the HR department for legal purposes mainly. Furthermore, before the relocation, 
questions were only directed for one-way mobility: from the expatriate’s home country to Belgium or from 
Belgium back to their home country: “usually we contact tax consult, the Belgium expert for visa and work permit 
purposes” said interviewee 5. Logistics and housing were also services reached out.  Although, through the 
relocation, the HR department had to require the support of a higher and more diversified number of internal and 
external services to conduct the move. An HR service center (IMS) and a shared team place on the internal Volvo 
group website (Violin: https://teamplace.volvo.com) were created to establish a link between the Belgium HR 
department and the Swedish HR department. “I used to talk to them once in a while, especially when Swedish 
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expatriates were returning home but since the move was announced, we have daily meetings” mentioned 
interviewee 7. The main challenge for all the HR professionals involved lies in the multiple mobility of expatriates 
since laws vary depending on the location the expatriates is from and where their contracts were initially redacted. 
Hence, having only one actor able to answer for all the single cases is not feasible and therefore the list of actions 
that need to be conducted by different players rather long. 
(2) Employees’ leaving checklist vs employees relocating checklist: international length and process 
Both employees leaving the business and relocating have the same results for the business, they are no longer part 
of the company’s headcount. Although, the steps that contribute to both checklists are dissimilar, the international 
component of the relocating checklist increases the length and contributes in adding new steps to the initial 
departure checklist. Indeed, when comparing documents 5 (action list for relocators) and document 6 (departure 
checklist) the steps differs tremendously. “I build the checklist of employees relocating based on the one of 
employees leaving but added steps as we discussed with experts and discovered new elements part of the process” 
said interviewee 5. The length time for an employee leaving the firm to handle the practical steps is of 2 weeks 
whereas a relocation process lasts about 3 months before it is completed. Indeed, many features have to be taken 
into consideration, namely the salary: “For employees leaving I used to calculate their pensions, informed them on 
the balance due and deal with the tax and payroll of their lasts month, this time it was completely different, I had to 
check Swedish salary market, adjust it to their current salary, make an offer and amendment if needed, terminate 
their local payroll and do the same with the local pension scheme, it required much more workload” said 
interviewee 6. Hence, the international dimension as to be considered in every step of the relocation process and 
time managed accordingly. 
(3) Backup plan for employees relocating internationally 
As any project could suffer delay and change, corporate move has to be planned scrupulously for every single 
employee relocating and all the options need to be studied to the risk of losing essential assets. The HR department 
built a function map from the moment the move was announced with all the positions considered “global” and 
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required to relocate. Although, with the advancement of the process, names on the list were amended and so as 
departure dates for the Gothenburg office: “a first list was settled but along with employee’s negotiations: some 
refusing, other delaying their relocation as they were involved in projects, the list of employees relocating (document 
7) was modified a lot” said interviewee 7. Therefore, the HR department main challenge is to foresee change and 
plan ahead, especially in the case of expatriates with mobility issues such as visa and work permit. Indeed, as it is 
possible to see in documents 7, the starting date in Kuggen office for employees varied considerably from one 
employee to another. “My husband and I were granted with a Visa to move to Sweden but my son was not, we had 
to stay longer in Belgium to find a solution for him” said interviewee 3. Indeed, international mobility can be a very 
long and difficult process which does not include only employees but their family and require from the HR 
department to take extra measures and consider all options to avoid uncertainties for expatriates and guarantee a 
smooth process. For interviewee 3, VCE’s HR department prolonged her Belgium permit to stay and started the visa 
procedure for her son to study in Belgium. Hence, when organizing an international relocation, every step conducted 
should come with a backup plan.  
Analyzing the role of the HR department based on each focus group priority  
When interviewees were asked about their thoughts on the relocation process, their attitudes towards it was 
unequivocal and the HR department intervention explicit in the assessment. Therefore, an analysis of each focus 
group priorities to determine the range of actions directed by the HR department and its role in that context was 
conducted.  
(1) Priority to see the HR department conducting a quick process where self-intervention is reduced as much 
as possible 
Employees relocating are supposed to go through a heavy procedure regarding the move. They know the outs of the 
process but not the proponents. Hence, the HR department guide them along the steps with the following: 
The administrative part is the longest and the most time consuming of the entire process. As far as Volvo is 
concerned, the HR professionals used tools (Documents 5, 6, 7, 8) such as checklists, relocation tables and lists, 
payroll converter and others to guarantee that relocators had completed all steps of the process: “I was astonished by 
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the number of paper I had to fill-in for all kind of administrations. I had never relocated before and HR guide me a 
lot.” said interviewee 8. Running this phase of the relocation enabled HR people to do follow-up and to contact the 
appropriate internal or external resources for a proficient process. Time management is also one of the process’ 
feature that mattered profoundly to relocators, since they were not aware of every step’s length. Also, as they had to 
continue their activity at the same time than the conduction of their relocation: “handling both my job and my 
relocation was very difficult, especially due to lack of time” mentioned interviewee 2. Although, some believed that 
time was not control in an efficient way, “it was too long” mentioned interviewees 8 and 12; not the result of HR 
actions but rather the interaction with many different contacts, due to whom the value chain of information was 
broken, “I was in contact with too many people, too many services and I received too many different versions about 
a same topic when I was looking to be talking to only one person” said interviewee 12 about external parties.  
Hence, the employees relocating are expecting the HR department to assume a role of support when the HR 
department rather act as a guide through the process.  
(2)  Priority to see the HR department defending group’s interests over those of other focus groups 
Employees remaining in the former Volvo CE HQ, for some felt disappointed or angry about change and others 
neglected since the focus was given to employees relocating. The stakes were high for this focus group and the HR 
role strategic since members of this group should be retained to ensure the continuity of the business.   
Knowing that the priority of this group was to be considered in that context, the main role of the HR department was 
to master communication surrounding any actions and decisions taken, for this group not to feel that information is 
withheld but also to organize and initiate new activities to trigger commitment and trust in the business. “A team of 
employees was built as a decision of the HR department to think about new perspectives for the office, for us. I think 
that it really contributed to set minds at ease.” claimed interviewee 4.   
The Human Resources department took many initiatives and implemented other actions both communicative and 
triggering engagement such as the settling of screens diffusing information about new jobs (Document 9), progress 
of the company in figures (Document 2, 3), contests but also the organization of workshops and events (Fika, 
Halloween, Saint Nikolas, Christmas parties) that had been marginalized few years prior to the move.   
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The strategic aim of VCE’s HR professionals was to prove through actions to the remaining employees that they 
were still considered. Furthermore, the reorganization of the office showed a long-term investment which was a 
strategic move from the HR department, “I appreciated to receive speculoos on my desk and to attend a town hall 
meeting where the head of HR informed us that things will changed for us (Document 9), I felt valued” said 
Interviewee 11.   
But most importantly, employees remaining sought to be listened to; in a context of corporate relocation, 
uncertainties are increasingly present and employees are looking to be reinsured. Managing stress and uncertainty is 
part of the HR department role and ultimately to minimize the nature and consequence of organizational change in 
interacting with employees, “I asked for few meetings with members of the HR team and stopped them in corridors 
when possible to discuss personal issues, they were open and reachable” said interviewee 9. 
Hence, listening to employee’s concern, implementing new projects with long-term perspectives and 
communicating about improved actions enable HR people to understand employee’s attitude towards change and 
control the corporate relocation in a strategic way. 
(3) Priority to see the HR department reducing costs (social & economic) as much as possible 
Managers that had a role in the relocation decision taking were primordially driven by a focus on the business which 
was possible through the reduction of all types of costs as well as with the increase in profit. To ensure proficiency, 
they required the intervention of the HR department to lead the transition.    
The corporate relocation decision for Volvo CE was made by the group AB Volvo and its board member including 
some managerial position of the CE entity. As enounced earlier the motive was to “aligning the different entities of 
the business in a same location”. Although, from the moment it was announced to a small unit within the firm, 
according to interviewee 3: “it became a real process and required from the people in charge to do Project 
Management”. Indeed, foreseeing a corporate relocation as project management was accurate according to three of 
the interviewees (1, 5 and 6). It dealt with determining the guideline principles, conducting stakeholder’s analysis, 
building a function map of the position relocating, anticipating negative impacts and forecasting results while 
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securing the continuity of the business. Thus, this task could only be realized by the HR team as the managers did 
not have the tools nor the people expertise to lead the change. Hence, the leading role was transferred automatically 
to the HR department to conduct the relocation, although feedback was given to the managerial group as a client 
with expectations as far as the result of a project, “To what extent could I or other members of the EMT direct the 
relocation? Only HR had the expertise and the possibility to build a smooth flow” said interviewee 3.   
Another reason for the delegation of the relocation management to the HR team is the presence of conflicts, as 
mentioned in the first part of the findings. Since both employees leaving and remaining had mostly issues with the 
managerial group, it came as an evidence that the best solution to defuse conflicts was to delegate, “I did not want 
to be blame for the relocation decision and the consequences of it, and concluded that any interference of the manager 
group in the process could have had negative repercussions” stated interviewee 10. 
Hence, managerial group appeared to be powerless regarding their expertise in the matter of corporate relocation 
and when facing conflicts triggered by employees as a reaction of the context; which required the HR department to 
step-in and lead the change. 
(4) Priority for the HR department: to reunite/gather everyone in the company and implement the best practices 
The HR department also have priorities, when entirely responsible for the corporate move; guiding employees and 
leading the change for managers are essential but guaranteeing a unity of the business is the foremost.  
The main challenge for HR professionals lied in the split between the economic and social aspects relative to the 
move. While employees should be reinsured, given information with full transparency and their situations remaining 
clear at all time of the process, “this was contradictory with full proficiency of the business” mentioned interviewee 
6. On the other hand, “applying practices that neglected the human aspect could not have been enforced” said 
interviewee 7. Therefore, the challenge and priority of the department which contributed to the strategic role of it, 
was to find the balance in their actions without privileging any of the two other actors of the move.   
A second priority would be the access to flexibility. Indeed, even though the HR department set and followed some 
guidelines and procedures, the transfer tools need to be malleable. The possibility to act differently on singular cases 
of relocation and implementing a real dialogue about the context should have facilitated the transition, “a lot of 
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employees that came to my desk asked to change their departure date, to revise their salary package, their moving 
benefits based on market study in exchange for an increase of local workload. As the move was a choice of the 
company, they were given with a high power of negotiation” mentioned interviewee 7.  
Thus, for the HR department to have flexibility would give relocators with more negotiation power and therefore 
reduce conflicts and negative attitude while permitting the HR department to strengthened unity.  
Summary of the findings 
My analysis demonstrates that in a partial and international corporate relocation, the HR department is facing a 
tremendous amount of challenges which impact its role within the process and the company. The three following 
challenges were raised in crossing interviews and documents:  
the reactions generated post relocation announcement for all the focus group tends to identify the types of 
interactions/conflicts that would need to be settled by HR;   
the international dimension of the relocation and especially the single case of expatriates requires extra 
caution in terms of organization of the move and finally,  
the assessment of every actor’s priorities helps in determining actions that should be taken by the HR 
professionals. 
Its role not only rely on the actions taken by the department but by the perspective of the two other main actors that 
are part of the process: the employees and the business. These three characteristics show that the input of the HR 
department is essential in the conduction of corporate move. Thus, HR professionals endorse a role of guide, 
leader and responsible for the unity of all the players having a part in the corporate relocation process. Hence the 
HR department encompasses and assumes all the tasks of a project manager that rather has a strategic role in the 








The purpose of this case study was to understand better the challenges of the HR department in an 
international and partial corporate move and its role within the firm with the example of Volvo CE. The 
outcomes are consistent with those of other studies in terms of practices suggested to the HR professional 
through the relocation process. However, the findings enounced earlier bring a new perspective to 
corporate move through the two special items that characterize VCE’s relocation: “partial” and 
“international”. In showing that this kind of move divides company’s players in different focus groups 
with diverse interests, stakes; that cross-border moves are highly difficult to settle and represent a high 
risk in talent retention: a focus is made on the HR department role and its input in that context. In the 
discussion chapter, the consequences of these results for theory and practice, as well as the limitations 
will be exposed. 
1. Theoretical implication  
 
The literature surrounding the topic of corporate relocation with an HR glance mostly deal with the 
two following characteristics: (1) the HR approach is partially addressed but the topic is rather studied 
from an employee’s perspective; (2) the HR function has to handle traditional types of move: economic, 
complete and national. The analysis’ outcomes provide numerous motives to reconsider each of these 
ideas.  
In the first place, the appropriate unit of analysis in studying HR’s challenges relative to mobility and its 
role when a company is relocating is surely, in the light of the results, the HR department, and not just 
the difficulties inherent to the business nor the employees, considered separately. Certainly, when 
assessing the problems faced by every actor involved in a relocation context, the answer can only be 
given by HR professionals as undeniably all the issues thrust upon the HR department. In this sense, it 
appears legitimate that the HR approach on corporate relocation should be much more emphasized. 
23 
 
When an HR glance is applied to corporate relocation, one can understand all the stakes of this 
phenomenon and consequently the tremendous impact of the department to smooth the process (Stroh, 
1999).  
Second, the research poses a challenge to the classical corporation move that consists in relocating for 
economic reasons, nationally and having all the employees of the firm relocating (Soulez &Sergeot, 
2010). The results show that companies can relocate even though their turnover and growth are positive 
and exceeding those of the market; that companies can select only few individuals with strategic 
positions to relocate to a new site built for relocation and that companies can relocate internationally 
within a region where the cost of living is higher than the initial site one. The case of Volvo CE’s 
relocation stands as a contradiction compared to traditional moves and so as the actions undertook by the 
HR function.  
2. Practical implication  
 
Based on the results obtained from the analysis, the first recommendation is that HR professionals, in an 
international and partial corporate relocation context as the one of VCE, should not only focus on supporting 
relocating employees, although the process for this focus group is time consuming and intense. On the contrary, 
extra caution should be given to the other group: employees remaining in the original site. The split of employees 
as an outcome of the partial relocation was proven to weaken trust in the company and therefore if care is not given 
to remaining employees, it is likely to lead them in leaving the business. Consequently, HR department involved in 
conducting and organizing partial moves should implement activity based structure and team building for those 
staying as a foremost priority when facing such context.  
The second recommendation would be to reach out to experts in international mobility before the move is even 
announced to settle partnerships in order to gain time and expertise in cross-border mobility, even if the company 
already works in an international context. It was proven in the case of VCE that this step in the process was 
conducted too late which had repercussions in handling expatriates’ move (Visa, work permit): one of the most 
challenging task.  
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As a third recommendation, the business should consider HR professionals as project managers of the relocation 
process and delegate them all tasks relative to the move. As depicted in the literature or even considered in a 
typical situation of relocation, it would be expected from the HR department to receive the directives from the 
business and translate them to the employees. Although, by a lack of competencies on the structure, organization 
and conduct of the process where employees are transitioning, the business tends to be powerless and following 
the HR department instead. However, the HR department should always consider both other entities and 
implement suggestions, criticism, feedback brought to improve the process and palliate to the limits carried by a 
corporate relocation context. The practical case of Volvo shows that both the business and the employee’s interests 
are valued as well as their priorities in organizational change. Although based on their impact on the company, 
they should remain challenged by HR professionals. Indeed, as in a project management, actions are taken and 
reconsidered to reach efficiency and meet client’s expectations. Hence, the HR department is the driver that 
implement ideas, concepts and initiate change rather than just supporting the business and the employees in their 
ideal perspective of handling the relocation process.  
To conclude, through the example of Volvo CE, it was perceived that in a corporate relocation context, the HR 
department perimeter of actions, involvement and responsibility goes beyond the one of a support function. The 
HR department drive the company in that context and instead of following a typical top-bottom hierarchy, it makes 
the decisions. 
3. Limits of the research 
 
The results must be moderated based on the methodological limitation inherent to the study. Indeed, the small 
sample size and the selection of interviewees consist in a limitation relative to the qualitative methodology used to 
conduct this case study.  The disadvantages of snowball samples comprise that interviewees haven’t been chosen 
randomly which is not representative and does not allow to generalize for a wider population. Furthermore, it 
should be noticed that the sample interviewed was guaranteed to remain at Volvo CE and therefore had a stable 
position in the company. Should employees terminated or leaving the company have been interviewed, other 
variables might have influenced the results. Although, it still permitted to drive interviews on company’s inner 
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issues inherent to the HR department. Despite these likely boundaries, the sample problem might have been 
tempered by one element. The same number of interviewees per focus group and more diversified opinions in 
regard to relocation than there were participants were obtained. This was feasible through the consideration of 
attitudes towards relocation as a main component of the investigation. Another limitation that occurred concerns 
interviewees that already relocated: retrospective appraisal of their attitudes towards the move and assessment of 
the HR professional’s actions could be somewhat inaccurate due to time. Although, this bias is minor and would 




Corporate relocations cannot be challenge-free for HR professionals, especially based on the context of the move.  
Although, with this study it becomes possible for both HR departments and corporations to apprehend corporate 
moves differently: the HR glance on the matter contributes in warning the function on the types of challenges that 
will need to be faced and the role that will need to be taken in that position. The analysis of the unique case of 
Volvo CE has highlighted all the difficulties met by the HR department and the role played by the function in a 
context of international relocation where all the employees did not relocate. While recommendations were given 
for this form of move, for any other sorts of relocation, the context and the impact of HR professionals may remain 
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Glossary 
AOL: Art of Living 
CEO: Chief Executive Officer 
EMT: Expatriate Management Team 
FLH: Foreign Local Hire  
GHBS: Gross Home Base Salary 
HQ: Headquarter 
HR: Human Resources 
HRBP: Human Resources Business Partner 
HRM: Human Resource Management 
HRSC: Human Resources Service Center 
IMS: International Management Services 
ITR: International Transfer Request  
SVP: Senior Vice President 
VCE: Volvo Construction Equipment 





Table 1 DATA COLLECTION OF INTERVIEWEES, ORIANE CHEVI, 2017 
Interviewee number Focus group Contract Status 
Interviewee 1 HR professional Local 
Interviewee 2 Employee relocating Expatriate 
Interviewee 3 Manager Expatriate 
Interviewee 4 Employee remaining Local 
Interviewee 5 HR professional Local 
Interviewee 6 HR professional Local 
Interviewee 7 Manager Local 
Interviewee 8 Employee relocating Local 
Interviewee 9 Employee remaining Local 
Interviewee 10 Manager Expatriate 
Interviewee 11 Employee remaining Local 
Interviewee 12 Employee relocating Expatriate 
 
Table 2 DATA COLLECTION OF DOCUMENTS, ORIANE CHEVI, 2017 
Document number Source Contributes to the item 
Document 2 External (1) 
Document 3 External (1) 
Document 4 External (1) 
Document5 Internal (3) 
Document 6 Internal (2) 
Document 7 Internal (2) & (3) 
Document 8 Internal (1), (2) & (3) 
Document 9 Internal (3) 
Document 10 Internal (2) 
31 
 
Table 3 TYPES OF REACTIONS GENERATED BY THE ANNOUNCEMENT OF CORPORATE RELOCATION 
Scenarios Personal status based on the 
move 
Personal believes regarding the 
move 
Type of conflicts (interactions) 
with other focus group 
Interviewees included in this 
category 
Scenario 1  Not relocating Context of relocation 
should not take place (good 
figures, increasing growth) 
Lead to conflicts with 
managers 
Interviewee 4; Interviewee 9 
Scenario 2 Not relocating Caution the relocation and 
believe that change will 
bring growth 
Lead to conflicts with 
interviewees that relate to 
scenarios 1  
Interviewee 5; Interviewee 6; 
Interviewee 7 
Scenario 3 Relocating No desire to relocate but not 
given with any other choice 
else than being terminated 
Lead to conflicts with 
managers 
Interviewee 8 
Scenario 4 Relocating Happy to relocate and 
support the motives 
Fully support managers and 
HR professionals 
Interviewee 3; Interviewee 12 
Scenario 5  Relocating Full support to the decision 
making taken but disagree 
to be assailed 







Document 1 : QUESTIONS FOR INTERVIEWS 
Group1 (staying in the company): 
 
➢ First interest: for your relationship with the HR department  
-How often do you have contact with the HR department and for what purpose? (relative to 
your function, personal)? 
-Which of the three side of HR (administrative, payroll, talent management) are you mainly in 
contact with and for what reason and what kind of support is provided? 
 
➢ Second interest: for the moment when you learned about the move  
-Can you tell me how things went? 
-What was your reaction to it? (expected?) 
-How would you assess the communication relative to the move? Would you have liked to be 
announced differently?  
-Did you hear or see more colleagues’ contacting the HR department since the relocation was 
announced? 
-Are you close to or within the team of people that are leaving to Goteborg? 
-How do you feel about departing colleagues? 
-Did you already talked to them or had to reinsure them concerning their relocation? (or do 
you know someone that had to it and their impression) 
-How would you say that you have been helpful in that situation? (or they have been helpful 
in this situation) 
-Did you hear from colleagues leaving or those who already left the positive aspects of the 
move? 
-How would you assess the efficiency of the HR department in dealing with all the changes 
inherent to the move? 
-What are your thoughts about the creation of small teams of employees to take on decisions 
relative to the reorganization in Brussels? 
 
➢ Third interest: local impacts  
-Are you part of any team relative to real estate change? 
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-Would you have liked to be part of a team in charge of real estate change? Or what kind of 
team would you like to be part of in relation with organizational change?   
-What are your visible insights of the relocation process locally? 
-What would you like to see implemented (office, department, people wise) since the Brussels 
office is also reorganizing? 
 
➢ Fourth interest: the input of the HR team  
-Do you think that the HR department could have done the same thing or at least be as 
efficient at listening to them? (referring to earlier when you helped this people in comforting 
them) 
-Were you aware of the tasks of the HR team before the move and after the move was 
announced? 
-What tools have seen being used to facilitate the move?  
-When required, before the move was announced, did you think that the HR department was 
responsive?  
-Would you say or would you have say that HR is a decisional department? Did you change 
your mind after the move was launched? 
-How would you assess the overall efficiency of the HR department and their 
approachability?  
 
➢ Fifth interest: ideal process (locally and hypothetically in Goteborg)  
-If you had to put yourself in the shoes of those leaving, how would you classify the following 
elements in terms of importance: financial incentives, administrative help both locally and in 
the country where moving, car and housing allowance, contact with locals and information 
about the relocation place, chat with people that already lived the experience. 
-What would be for you the biggest challenge to move? And how could you be convinced to 
relocate?  
-Now that the process of relocation is well advanced, what are your thoughts about it, from 
your perspectives, what you have heard or seen, appreciated or would criticize instead?  








Group2 (employees relocating to Goteborg): 
 
➢ First interest: for your relationship with the HR department  
-How often do you have contact with the HR department and for what purpose? (relative to 
your function, personal)? 
-Which of the three side of HR (administrative, payroll, talent management) are you mainly in 
contact with and for what reason and what kind of support is provided? 
 
➢ Second interest: for the moment when you learned about the move  
-Can you tell me how things went? 
-What was your reaction to it? (expected?) 
-How would you assess the communication relative to the move? Would you have liked to be 
announced differently? Were you satisfied with it? 
-What made you think that you would have been part of these functions targeted to move? 
-How did you think that the relocation would be organized? Was it in adequacy with your 
expectations or were you surprise?  
 
➢ Third interest: the process relative to your move 
-When did you move to Goteborg? 
-Were you accustomed or aware of the local culture before moving? 
-How long did the transfer process last? 
-Were you satisfied with the length of it? 
-Were you presented with the positive aspects of the move? 
-Did you have extensive help from HR departments (locally or in Gothenburg)? 
➢ Fourth interest: classification of information and tools 
-Did you have information on: position, title, compensation, relocation benefits and effective 
dates before moving? 
-Did you attend any information sessions, integration events?  
-Were you able to sort out milestones such as housing, spouse job search, school transfers and 
others on your own or did you require help from both HR teams? 
-Do you still require help from the Brussels HR Team now that you moved? 




-What were the biggest challenges during your transfer? (if applicable: expats) 
-How did you face/ accept organizational change? 
➢ Fifth interest: overall satisfaction over the relocation process 
-What is your general feeling about the process? 
-Do you think that your feedback was collected and helpful concerning the process? 
-Were there elements that you would have liked to see implemented during you transfer 
(information, contact, chat: resource and tool wise)? 
-Are you currently involved in any team or process to help employees that are moving to 
Goteborg (ambassador buddy)? 
-Is there anything that you would like to recommend to employees that are about to move to 




➢ First interest: your relationship with the HR department  
-How often do you have contact with the HR department and for what purpose? (relative to 
your function, personal)? 
-Which of the three side of HR (administrative, payroll, talent management) are you mainly in 
contact with; for what reason and what kind of support is provided? 
➢ Second interest: preparation of the move  
-How and when did you learn about the relocation idea? 
-Did you take part in the decision making? 
-What were the motives for you behind the relocation? 
-What were the perimeters of your actions in preparing the move? 
- (If involved in practical decisions) Did you consider the following factors to set the different 
periods of move: family factors (school); recruiting factors (moment where applications are 
higher); seasonal factors (busiest or critical for the company); financial factors (linked to 
seasonal: tax, savings, and end of the financial year)? 
-How did you determine that one person or another needed to move to keep the business 
strong? Or did you take any participation in that decision?  
-Were meetings organized with the HR function to decide on individuals leaving? How were 
meetings structured? 




-Did you participate to the communication relative to the move? And if so, how would you 
assess it? 
 
➢ Third interest: Business contribution inherent to the move 
-What was your role in the overall process? 
-How would you assess the percentage of contribution to the process comparing the 
management team and the HR team? 
-To what extent were you able to take initiatives and implement practices for the business in 
the overall process?  
-Were you able to reach out external resources to help in the process? 
-Were you doing any follow-up in the action taken by the management team or HR team? 
 
➢ Fourth interest: Business’ challenges 
-How were your relations with both employees and Human Resources during the process? 
-What were the biggest issues from the moment the move was announced until now? 
-Who did you turn to when you were not aware of the answer to give or the action to follow? 
-How did you handle organizational changes (personally and for the Business)? 
-Did you notice any change in your team (engagement, reactions, towards authority)?  
-Were you able to convince employees on the benefit/ reason to relocate or did you need 
support on the matter?  
-What were the most difficult tasks to achieve inherent to the move? 
 
➢ Fifth interest: overall assessment of the relocation process and HR support 
-What is your general feeling about the conduction of the process? 
-Do you think that your feedback was collected and helpful to the HR team? 
-Were there elements that you would have liked to see implemented or discussed with HR 
(information, contact, chat: resource and tool wise)? 
-Is there anything that you would like to recommend to any other company’ Business or HR 






Group4 (HR Team) 
 
➢ First interest: move announcement  
-Did you take any part in announcing the move? 
-Did you experience any rumors or information leakage about the announcement of the 
move? 
-What were the reactions after the announcement? (Employees, relocation vendors, public). 
Did you look for outside information or contacted external vendors/sources. 
-Were you completely available for employees after the announcement? And how did the 
feedback was registered or conveyed to all the HR team? 
-How did the HR team organize? Everyone had a role or very spontaneous from each 
member? 
-Did you anticipate the questions that employees could have after the announcement and used 
tools or resources to best answer them?  
-What did you answer to: “why are we moving and what does this mean for me”? 
-How did your role change from the announcement to the current moment? 
-What were the priorities/ became your priorities from the time the announcement was made? 
 
➢ Second interest: employee’s classification & individual meetings  
-Did you consider the following factors to set the different periods of move: family factors 
(school); recruiting factors (moment where applications are higher); seasonal factors (busiest 
or critical for the company); financial factors (linked to seasonal: tax, savings, and end of the 
financial year)? 
-How did you determine that one person or another needed to move to keep the business 
strong? Or did you take any participation in that decision? And with which tool? 
-Were meetings organized with key leaders of each department to decide on individuals 
leaving (based on knowledge, skills, expertise)? 
-How did you conduct stakeholder’s analysis? 
-Were some employees able to influence the process? (In persuading people to relocate) 
 
➢ Third interest: internationalization of the move 
-How differently the relocation process was handled for an expatriate and a local employee 
relocating? 
-Did you have the expertise and knowledge of international relocation prior to the move? 
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-Were you able to sort out expatriate’s relocation onsite? 
-What were the biggest challenges in organizing expatriate’s relocation? 
-How would you assess locals and expatriate’s reactions and attitudes towards the support 
provided? 
 
➢ Fourth interest: role taken and tools used 
-Did you take part in creating employee packages and preparing individual notifications? 
-What was the time frame that you usually gave to employees to make up their mind? 
-Did you set up a deadline? 
-Did you encounter more refusals or acceptances? 
-What kind of arguments or motives were stated in cases of refusals? 
-What were/are the characteristics offered to employees that declined to relocate? (Severance 
benefits, assistance program, placement services) 
-Did you use incentives (financial or others: job title, promotion) if employees were in 
doubts? 
-How was confidentiality maintained during the process (relative to employee’s situation)? 
-Did you build a communication plan based on the audience, needs or used individual talks? 
-Did you provide any guidance and what kind of guidance: information sessions, site visits to 
the new location? 
-How did you set up a checklist to manage the details of the move, what were the priorities, 
based on what? Did you have some help from external vendors or met with the HR team to 
organize them? 
-Do you think that you provided the right amount of information for the employees to 
maintain their trust? How is it possible to measure that (any feedback tools)? 
➢ Fourth interest: social/human help provided to employees 
-How were your relations with employees and managers during the process? 
-Did you have to address rumors? And prepared talking points to palliate? 
-Did you have to intervene within the relations between different actors of the move 
(employees relocating, employees staying and managers) 
-How did you face or planned to face: stress, hanger, demotivation (negative associations to 
the move)?  
-If key communicators were asked to take intervention during the process, were they 
furnished any training relative to the form of communication? 
-Do you feel that you engaged employees through the move: 2 groups of employees? 
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-How did you measure or maintain employee’s engagement? 
-Do you think that people were put first in the entire process of relocation? And how would 
you assess that? 
-What is your feeling about the global help that you provided? Are you globally satisfied with 
the help that you provided to employees? 
-How differently would you have organized the HR interconnection or help towards 
employee. Are there some main points that should have had a greater focus? If so which one?  
 
 






























-Financial Statement 2016 
 







































Document 6: DEPARTURE CHECKLIST 
 
NAME OF EMPLOYEE ------------------------------------------  DATE LEAVING-------------- 
FUNCTION -------------------------------------------------              REPORTS TO ------------------ 
For expats 
-Sign termination assignment letter (return to IMS) 
-Send email with practical information (close all accounts and contracts: school, electricity, water, gym…) 
-Relocation administration 
-Notify AOL 
-Notify Volvo Logistics 
-Book contract with cleaning agency 
-Ask for release of rental banking guarantee 
-Book hotel or temporary accommodation until the contract id terminated 
For all 
- Set departure meeting 
-Amend LIMOSA (on-line registration by Home country HR for US and Korean citizen) 
-Amend COC (on-line registration by Home country HR for US and Korean citizen) 
-Amend DIMONA (notify the payment organism) 
-Annex 18 bis (leaving the commune) 
-ING Brussels (close the bank account) 
-PARTENAMUT (cancel mutualité contract) 
-ALLIANZ (cancel insurance contract) 
-FAMIFED (cancel affiliation) 
-Delta Lloyd life pension (Cancel affiliation) 
-Payroll/ Tax related matters settled: instruct accounting 
-Cancel language course 
-Update employee database and employee register 
-PIM: update the system 
-Cancel team place access and remove form the PPDL list 
-Remove from ART team place (holiday/ absence) 
-Remove from travel and assistance insurance 
-Collect car keys: if applicable (notify Lease Plan change of driver/ pool car) 
-Collect computer and phone 
-Cancel phone plan 
-Cancel AMEX Card 
-Cancel Badge for the building 
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Document 9: MEMOS AND EMAILS ABOUT ORGANIZATIONAL CHANGE 
 




Tempus Fugit. We are already close to the end of both an emotional and an exciting 2017. 
The announcement of the move of the HQ impacted our community and raised questions 
on the future of our office. 
A considerable investment will be made in the new office set up during H1 2018. This will 
make it not only a pleasant place to work, but also confirms the commitment to our 
people and our office. 
This investment emphasizes the continued significance of the Brussels office for the 
existing staff and the desire to attract future key talents. 
The 2017 result YTD Sep has been outstanding and the best ever. The result 
exceeds market expectations and is a consequence of another year of hard work, gaining 
market share and maintaining good cost control. We can be proud of that! 
  
On behalf of the Site Committee Team I wish you and your close ones a Merry Christmas 
and a Happy New Year. 




In that same spirit, a company gift is waiting for you to be picked up on the 9th floor at the 
secretary desk– daily between 9:00 – 11:30 and 13:00 – 16:00. 
 
 





As presented in the Town hall meeting of last Tuesday, we’re on an exciting journey to a new 
office environment. 
The reconstruction works will start in January and if everything goes well we will be able to 
enjoy our new workspace as from May/June 2018. 
  
We do not need to tell you that renovations involve more than a little bit of painting. 
First thing that needs to be done is organizing the temporary move for everyone involved. 
On the plans attached you can see who is moving (only the names in red) and where. 
  
To make this move work as smoothly as possible, we like to list a few practical 
arrangements: 
  
• Everyone is responsible for his own office move 
• We don’t move furniture, only what is inside the cupboards and personal things 
• Take the opportunity to go through all your things and move / keep only the things you really 
need 
• Please split your things in 5 different categories: 
o Surplus of Office supply’s -  to bring to the 10th floor – opposite Marina’s office 
o Schred-it -  in the white bags – to bring to the 10th floor – opposite Marina’s 
office 
o Large volume of waste – to bring to the 10th floor – opposite Marina’s office 
o ‘Really needed’ – in a moving box with your name on it (will be available as 
from 15th December on wards) 
o Archive – in an archive box with your name on it (to be ordered via office supply 
system) 
• The movers will be in the office on 9th of January to help moving the ‘really needed’ boxes to 
your new temporary office space, 
If you want to do it yourself before that date, a chariot is available as from today until 
5th of January 2018. You can find it at the HR-department. 
  
You will bring your laptops, headset, mouse and keyboard but everything else should 
be ready at the desks specified. 
You can reach out to IT if there are any special requirements. 
  
We know that the upcoming time of refurbishment will not always be easy but 
with a lot of positive vibes and mutual respect we can make this work and at the end 







-Memo about the implementation of a new tab in the Volvo CE teamplace regarding 
relocation 
   
As announced at the meeting we will now start the exciting work to renovate our office and 
prepare it for the activity based working concept. 
During the next couple of month, you will get more information on the progress as well as 
invitations to training and other information sessions. 
If you already now would like to learn more about the concept you can have a look at 
this link (also at our office teamplace), we will continuously add more information to this 
folder. 
There is a general Q&A at the above link so please have a look at that information first, if you 
have additional questions or concerns please use our local Q&A, see this link. 
  
We appreciate your involvement and support in making our new office a success. 
 
 
-Memos about job openings diffused at every floor of VCE’s building 
 
VOLVO CE Recruits for The Brussels Office 




January 2018 - Brussels 
Global Manager 
Proactive Sales 
October 2017 - Brussels 
Parts Leader January 2018 - Brussels 
Senior Fleet 
Connected Services 
December 2017 - Brussels/ Flexible 
Director Governance 
Technology 
October 2017 - Brussels/ Eskilstuna 
Director Finance 
Operations 
November 2017 - Brussels 
Senior VPS Coach January 2018 - Brussels/ 
Shippensburg 
Customer Sales (6 
new positions) 
From February 2018 - Brussels 
 
 
 
 
 
